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Goal and goal-directed behavior are important constructs
in motivational theory. Prior to 1918, however, research
reveals no book or periodical reference on morale. Conse¬
quently, little formal attempt had been made to study goals
as phenomena in themselves. The effects on the behavior or
the individual of attainment and non-attainment of goals
were actively investigated during the next two decades.
During that period, and since, morale has become a popular
research activity for those interested in the experimental
investigation of various aspects of goal-setting behavior.^
On the term morale, Ralph R. Bentley and Averno M.
Rempel make the following relevant statement:
Morale pertains to the factors in the
individual's life that brings about a
hopeful and energetic participation
on his part so that his efforts enhance
the effectiveness of the group in
accomplishing the task at hand.2
^Daniel E. Griffiths, Human Relations in School Adminis-
tration (New York: Appleton-Century-Crofts, Inc., 1956), pp.
144-161.
^Ralph R. Bentley and Averno M. Rempel, "Peer-Selection
vs. Expert Judgment as a means of Validating a Teacher Morale




This definition is conceived as an effect related to
the successful interaction among individual needs and in¬
centives and organizational goals.
This definition may be reinforced by using an idea from
I. E. Child who states:
Morale refers to the professional interest
and enthusiasm that a person displays toward
the achievement of individual and group goals
in a given situation.3
I. E. Child recognizes satisfaction of both individual
and group needs and their effective harmonization as a basis
for morale.
According to Robert Stogdill morale may be defined as:
"The degree of freedom from restraint exhibited by a group
in working towards a goal objective."^ All the definitions
of morale appear to imply a communality of goals and a feeling
of belongingness.
C. E. Blacker and R. C. Richardson, after extensive
review of teacher morale research literature, reported that
there is a need for studies of how morale is related to
teacher performance. The assvimption has been made that high
morale will automatically bring improved performance.
3l. E. Child, "Morale: A Bibliographic Review,"
Psychological Bulletin 38 (1941): 393-400.
^Robert M. Stogdill, A paper presented at a Seminar on
Social Psychology, sponsored by Muzafer Sherif, University of
Oklahoma, April 1961.
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According to Blocker and Richardson, this assumption may not
be true.^ Similarly, H. A. Robinson and R. P. Connors, after
reviewing research on job satisfaction in general, reported;
The general consensus for several years
favored the conclusion that job satis¬
faction and productivity are not related
in a positive and significant way.®
Gordon E. Greenwood and Robert S. Soar conducted a
study of Some Relationships Between Teacher Morale, and Teacher
Behavior as Measured by the Purdue Teacher Opinionaire and
Verbal Teacher Behavior as Systematically Observed Using the
Reciprocal Category System. Examination of the data revealed
that teacher morale is negatively related to the percentage
of teacher talk, but the percentage of teacher acceptance
behavior was positively related to satisfaction with teaching
and rapport among teachers.^
A high level of teacher morale appears to be desirable
for many reasons, but especially, if teacher morale is in
anyway related to student achievement. Lester W. Anderson
investigated this notion in twenty secondary schools in Iowa.
Student achievement was determined by the Iowa Tests of
^C. E. Blocker and R. C. Richardson, "Twenty-five Years
of Morale Research: A Critical Review," Journal of Educational
Sociology 36 (1963); 200-210.
®H. A. Robinson and R. P. Connors, "Job Satisfaction
Researchers of 1961," Personnel and Guidance Journal 41 (1962):
240-261.
^Gordon E. Greenwood and Robert S. Soar, "Some Relation¬
ships Between Teacher Morale and Teacher Behavior," Journal of
Educational Research 63 (September 1969) ; 105-108.
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Educational Development. The morale level among the teachers
was determined by a scale made up of factors believed to
affect morale.® Statistical analysis revealed significant
differences in achievement between schools in which there
were also differences in teacher morale.
There appears to be strong evidence to support the
notion that the maintenance of morale in teaching staffs does
have an effect on student achievement. Hussein Koura found
that student achievement increased under teachers with high
Q
morale and decreased under teachers with low morale.
The study by Anderson added to the findings of Koura
shows that we cannot ignore the factors that affect student
achievement.
Writers and researchers who have explored the problem
of teacher morale have tended to isolate or pinpoint such
factors as; the size of the faculty, race and sex of the
faculty, race and sex of the principal, level of education,
marital status and teaching experience of classroom teachers
as being meaningfully associated with the morale of teachers.
Some of the writers and researchers have emphasized factors
such as the principal, salary, discipline, methods of teaching
®Lester W. Anderson, "Teacher Morale and Student Achieve
ment," Journal of Educational Research (May 1953); 693-698.
9h. S. Koura, "An Experimental Study of Students'
Achievement in Relation to the Morale of Selected School
Teachers," (Ph.D. dissertation. The University of Michigan,
1963) .
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and lack of proper equipment and supplies as being meaning¬
fully associated with or correlated with teacher morale.
The possibility of a relationship between the morale
of teachers and selected demographic factors will be con¬
sidered in this study.
Evolution of the Problem
For over fifty years industry has been investigating
the relationship between morale and productivity. Educators
have expanded this area of research by exploring the variables
involved in job satisfaction within the teaching profession.10
Most of the research pertaining to teacher morale and
job satisfaction was concerned with staff morale and admin¬
istration characteristics of high and low morale teachers,
factors raising and lowering morale, the relationship between
teacher morale and teacher behavior, and teacher morale as a
factor of teacher growth. Further, it appears that the
relationship between teacher morale and demographic factors
has not been sufficiently explored. What is the relationship
between teacher morale and the race and the sex of the admin¬
istrator? What is the relationship between teacher morale and
other demographic factors, such as; size of faculties, race
of teacher, marital status, levels of education and years of
experience? It is with these questions that the present study
is concerned.
l^F. C. Ellenburg, "Factors Affecting Teacher Morale;
Meaning for Principals,” National Association of Secondary
Principals Bulletin LVI (December 1972) ; 37-45.
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Contribution to Educational Knowledge
From a theoretical, as well as a practical standpoint,
it would appear to be important for research to isolate
variables for the express purpose of attempting to predict
compatibility or conflict in an organizational setting.
Furthermore, it is hoped that the findings of this
study will make available significant information that may be
used to assist others in determining relationships between
teacher morale and the demographic factors relating to the
vital statistics of teacher personnel.
Statement of the Problem
The present study is concerned with the specific
question; What is the relationship between teacher morale
and selected demographic factors in selected schools in
Fulton County, Georgia?
Purpose of the Study
The main purpose of the study is to determine the
relationship between the morale status of teachers, as
measured by the Purdue Teacher Opinionaire, with selected
factors, such as size of faculty, teaching experience,
marital status, level of education, years in the profession,
sex and race of administrator, and years of teaching in the
present system in paired elementary schools in Fulton County,
Georgia, during the 1975-1976 school year.
-7-
Population and Scope of the Study
The sample for this study included fourteen Title I
elementary schools located in the Fulton County, Georgia,
School System which is located on the outskirts of the city
of Atlanta, Georgia.
Limitations of the Study
1. Size of the sample is a limitation. Practical and
financial considerations set a maximum limit on sample size.
2. Utilizing subjects from one section of the school
system places limitations on generalizability of results.
3. The percentages of white and black teachers and
male and female administrators place limitations on gener¬
alizability of results. However, the study provides much
valuable information for further study of the relationship
of teacher morale to selected demographic factors.
Definition of Terms
The following terms will be considered as basic to
clarification of the purpose:
1. Morale—refers to that state of mind which
expresses itself in loyalty, enthusiasm,
cooperation, pride in the service, devotion
to duty.11
2. Paired Schools—refers to schools which are
equated according to socio-economic status.
^^William E. Mosher, J. Donald Kingsley, and 0. Glenn
Stahal, Public Personnel Administration (New York; Harper
and Brothers, 1950), p. 286.
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neighborhood, size of faculty, sex of admin¬
istrator, and racial make-up of teachers.
3. Small Faculty—refers to a school with only
one classroom teacher for each grade in the
program.
4. Large Faculty—refers to a school with two or
more teachers for each grade in the program.
Description of Instrument
The Purdue Teacher Opinionaire is a 100-item, self-
report, teacher morale instrument that yields ten factor
scores and a total score. The factors are as follows:
Teacher Rapport with Principal, Satisfaction with Teaching,
Rapport Among Teachers, Teacher Salary, Teacher Load, Cur¬
riculum Issues (adequacy of the school program in meeting
student needs, in providing for individual differences, and
in preparing students for effective citizenship), Teacher
Status, Community Support of Education, School Facilities and
Services, and Community Pressures.
Of all self-report teacher morale instruments, the
Purdue Teacher Opinionaire is probably the best known and
most widely used. Reliability for the instrument has been
established in terms of Kuder-Richardson internal consistency
coefficients ranging from .79 to .98 with an overall co¬
efficient of .96; and a test-retest correlation that ranges
from .62 to .88 for the factors and .87 for the total scores.
Interfactor correlations range from .18 to .61 with a medial
correlation of .38 and appear to be sufficiently low to make
individual factor scores meaningful. The validity of the
9
Purdue Teacher Opinionaire has been demonstrated in terms of
peer ratings, principal ratings, and differences between
schools. To accomplish the peer judgments, a rating fonn
was attached to the Purdue Teacher Opinionaire. For instance,
in a particular system teachers were asked to identify by
name on the rating form, depending on the size of the faculty,
from three to ten teachers whom they considered to have the
highest morale, and also to select an equal number whom they
considered to have lowest morale. The teachers were asked to
use the conceptual definition of morale given previously in
making their judgments.
On the basis of the peer judgments, "high", "middle",
and "low" teacher morale groups were identified. To determine
the instrument's validity against the peer judgment criterion,
mean opinionaire scores were calculated for each of these
groups. Differences among the three groups were in the
expected direction and significant beyond the .05 level of
significance.
Research Method
The descriptive-survey method of research was used as
described by Carter V. Good. Good indicated that the purpose
of descriptive-survey investigation indicate the following:
1. To secure evidence concerning the current condition
2. To identify standards or norms with which to compare
present conditions in order to plan the next step
3. To determine how to take the next step (having
IQ
determined where we are and where we need
to go).12
Basic Assumptions
For the purpose of this study it was assumed:
1. High morale is desirable for an effective
education program
2. In order to improve teacher morale it is necessary
to ascertain the nature and degree of effect of
various complex factors of which morale is composed
3. A measurement of morale can be made by the
techniques employed in this study
4. Morale is related to teacher performance.
12carter V. Good, Introduction to Educational Research
(New York: Appleton-Century-Crofts, Inc., 1959), p. 167.
CHAPTER II
REVIEW OF RELATED LITERATURE
This chapter is concerned with an examination of the
literature related to factors affecting teacher morale. Even
though the deteirminants of the level of morale have been a
popular source of study in education, this section will
review only selected studies in the area. The literature was
reviewed and reported under five categories, namely: (1)
Literature pertinent to theoretical framework; (2) Literature
pertinent to the administrator and his effect on the morale of
the faculty; (3) Literature pertinent to interpersonal
relations; (4) Literature pertinent to the work environment
and its effect on the morale of the faculty and: (5) Litera¬
ture pertinent to selected patterns of shared decision-making
patterns.
Theoretical Framework
Maslow's hierarchy of needs and Herzberg's motivation-
hygiene theories were selected as the conceptual framework.
Abraham Maslow, a well-known psychologist has discussed
the five sets of goals which he calls basic needs. These are
physiological, safety, love, esteem, and self-actualization.
11
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These goals or needs are related and arranged in a hierarchy
of importance to the individual, meaning the goal or need
that is most important to the individual will monopolize his
consciousness and the less important needs will be minimized,
forgotten, or put out of the conscious mind. As a goal is
met—that is, as a need is fairly well satisfied, there is a
gradual emergence of the next most important need or goal so
that it dominates the conscious life, it serves as the center
of reorganization of behavior. For instance, a high order of
need does not emerge until the need below that one is fairly
well satisfied or saturated. A satisfied need is one that is
no longer a motivator of behavior. The lowest order of need
includes the bodily wants such as hunger and thirst. When
those are well satisfied the second order of need, for safety
or security, emerges and becomes a motivator of behavior. If
one is hungry, however, the search for food becomes the primary
motivator of behavior and higher orders of needs become
irrelevant. Any interference or even possible interference
with the satisfaction of these basic needs—the achievement
of these goals, is considered a psychological threat. The
threats bring about emergency situation (that is anxiety,
13
apprehension, psychological stress). Further, Maslow states
that need-motivated perception shapes things in a purposeful
fashion, designed to contribute to the satisfaction of the
need.14
llAbraham H. Maslow, Motivation and Personality (New
York; Harper and Brothers, 1954), pp. 80-92.
14ibid., pp. 41-42.
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One of the most interesting studies supporting the
motivation-hygiene concept of job satisfaction was reported
by Hertzberg. It was a study designed to test the concept
that man has two sets of needs; his need as an animal to
avoid pain and his need as a human to grow psychologically.
Two hundred engineers and accountants, who represented
a cross-section of a Pittsburgh industry, were interviewed.
They were asked about events they had experienced at work
which either had resulted in a marked improvement in their
job satisfaction or had led to a marked reduction in job
satisfaction. Hertzberg's research tends to support the
existence of satisfier and dissatisfier phenomenon. Hertzberg
found that five factors (achievement, recognition, work
itself, responsibility and advancement) stand out as strong
determiners of job satisfaction. The absence of these factors
did not necessarily result in job dissatisfaction. Further,
Hertzberg observed that job factors which resulted in satis¬
faction were directly related to the work itself. Job factors
which resulted in dissatisfaction tended to be related to the
environment of work.l^
In a similar manner, Sergiovanni undertook a study to
determine whether or not the factors reported by teachers
would distribute themselves into mutually exclusive satis¬
faction and dissatisfaction categories. The study provided
support to the hypothesis that satisfiers and dissatisfiers
ISprederick Hertzberg, Bernard Mausner and Barbara
Snyderman, The Motivation to Work (New York: John Wiley and
Sons, 1959), p. 49.
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tend to be mutually exclusive. Further, it was found that
factors which accounted for low attitudes of teachers were
related to the conditions or environment of work.^®
The Administrator and his Effect on the
Morale of the Faculty
Several studies have indicated that an important factor
relating to morale in a school is the stimulating leadership
of the administrator. In essence, he has the responsibility
for exercising leadership in improving all the conditions
which contribute to a better teaching-learning environment.
Charles E. Bidwell postulated that it was the responsi¬
bility of the administrator to provide for the fulfillment of
the needs of the teacher, and no one factor existed which
could satisfy these needs.
Bidwell observed that;
Faculty members have definite, clear
perceptions of the ways in which their
administrators act while filling their roles;
and they are very much aware of whether or
not these expectations and perceptions are
similar. When the behavior of the admin¬
istrator is seen by teachers as conforming
to their definition of his role, the
teachers rate their satisfaction as high.
On the other hand when there is a dif-
erence between the teachers' definition and
their perception of the administrator's
behavior, dissatisfaction is rated high. . . .
Apparently teachers feel that when admin¬
istrators behave according to teacher's role
definition, they can predict the administrator's
behavior, and act accordingly. This ability to
predict behavior seems to produce a feeling of
security and satisfaction. But when the admin¬
istrator does not behave in the expected manner,
the teachers feel they cannot predict his
iSThomas J. Sergiovanni, "Factors which Affect Satis¬
faction and Dissatisfaction of Teachers," The Journal of
Educational Administration 5 (May 1967); 66-82.
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behavior adequately; they cannot prepare
themselves to act appropriately toward
him; and they feel tense and dissatisfied.
Similarly, Mildred Ruth Henrich Bernstein studied in
the role-perception and role-expectation patterns of 282
teachers in a unified school system. It was found that:
1. The teachers appreciated the "administrative" obli¬
gation of the administrators, but they stressed the
importance of the personalized human relations
aspect of administration.
2. There was a strong positive relationship between
teachers’ perceptions of the principal and their
morale status.
3. The elementary teachers tended to think of their
principals in a more personal way than did the
junior high school and senior high school teachers.^®
In his study, Evans C. Hood found that the teacher's
relationship with the principal is more important in deter¬
mining morale level than is the teacher's relationship with
other teachers.Further results were reported in a study
by Francis S. Chase who concluded that the factors most
influential in determining teacher satisfaction and enthusiasm
^^Charles E. Bidwell, "The Administrative Role and
Satisfaction in Teaching," Journal of Educational Sociology 29
(1955): 41-47.
^^Mildred Ruth Henrich Bernstein, "A Study of Teachers'
Role Expectations and Role-Perceptions of a Principal,
Superintendent and Board of Education, and the Relationship
between Convergence and Divergence of Role Perception and
Teacher Morale" (Ed.D. dissertation. New York University,
1959), pp. 141-150.
l^Evans C. Hood, "A Study of Congruence of Perceptions
Concerning Factors which affect Teacher Morale" (Ed.D. disser¬
tation, East Texas State University, 1965), p. 78.
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were feelings of professional status, responsibility, and
freedom.20
Guy Clark Pryor also explored how the teachers’ per¬
ceptions of administrative dimensions related to their morale.
He concluded that as a teacher's perception of the admin¬
istrative function increases, his morale increases.
Key non-personal factors in the professional environment
of the teacher were researched by Frederic L, Redefer, H. Alan
Robinson and Ralph P. Connors. Based upon his findings,
Redefer stated that the non-personal factors, such as the
quality of education in the school and the superiority
ratings of teachers by administrators had some affect on the
morale of the faculty, while the non-personal factor, salary,
was not significantly related to the morale status of teachers.22
Contrary to the findings of Redefer, however, Robinson
and Connors reported that salary as well as intellectual
stimulation are significantly related to job satisfaction of
teachers in general and that clerical work,salary and super¬
visory duties are closely related to job dissatisfaction of
^Oprancis S. Chase, "Factors for Satisfaction in Teach¬
ing," Phi Delta Kappan 37 (November 1951); 127-132.
^^Guy Clark Pryor, "The Relationship Between Teachers’
Perception of Administrative Dimensions and the Morale Status
of Teachers in Certain Texas Schools" (Ed.D, dissertation.
North Texas State University, 1974); 84-85.
22Frederic L. Redefer, "Factors that Affect Teacher
Morale," Nation's Schools 62 (February 1959): 59-62.
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teachers in general. In addition, salary was both satisfying
to some teachers and dissatisfying to others.^3
Moreover, it was pointed out by the researchers that
some of the personal factors that did not affect morale were
marital status, sex, age, level of education, and socio¬
economic status.
Another facet of morale was demonstrated by Sweat,
Buckett and Gubser in terms of educational leadership behavior
Sweat studied the relationship of morale to the authori¬
tarian-democratic traits of high school principals in Arkansas
Although the differences were not statistically significant,
he found that the faculties of democratically administered
high schools made the highest scores on a morale instrument,
the faculties of the neutrally administered high schools made
the second highest scores, and the faculties of the authori¬
tarian-administered high schools made the lowest scores.24
The notion that faculty morale is related to democratic
school administration was found by Buckett. From these data,
it was concluded that the more democratic the administration,
the higher the morale. However, Buckett did observe that
Alan Robinson and Ralph P. Connors, "Jobs Satis¬
faction Researchers of 1961," Personnel and Guidance Journal
41 (November 1962); 240.
24Joseph P. Sweat, "Authoritarian-Democratic Person¬
ality Traits of High School Principals' and Teachers' Morale,"
(Ed.D. dissertation. University of Arkansas, 1963), p. 77.
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there is a limit to this relationship, as one can go only
so far with either of the two variables.25
In a study by M. M. Gubser in which the California
F-Scale and Purdue Teacher Opinionaire (PTO) were used with
a population of 273 elementary teachers and twenty principals,
it was found that faculties of administrators with high F-
Scale scores did not differ in authoritarianism or morale
form faculties under principals scoring low. Correlation of
F-Scale scores with morale factors did reveal significant
relationships.
The factor of age consistently showed significant
influence on other variables. Older teachers scored much
higher in morale factors and authoritarianism than did younger
teachers.
As a result of a study by Thomas Napier, in which the
results are similar, high teacher morale is associated with:
1. the administrator's understanding and appreciation of
the teacher as an individual;
2. the confidence the teacher has in the administrator's
professional competence;
3. the support the teacher received from the administration
regarding discipline problems;
2 ^
Clifford A. Buckett, "The Relationship Between Teacher
Morale and Democratic School Administration" (Ed.D. disser¬
tation, University of Pittsburgh, 1965) , p. 39.
26m. M. Gubser, "Authoritarianism Among Teachers and
School Principals and Its Possible Relationship to Faculty
Morale" (Ed.D. dissertation. University of Arizona, 1969),
p. 37.
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4. teacher participation in the formulation of policies
that affect them;
5. adequate facilities and equipment;
6. adequate teaching supplies;
7. teaching assignments which are commensurable with
training;
8. fair and equitable distribution of extracurricular
assignments;
9. professional training provided through the in-service
program;
10. job security;
11. an adequate policy for leave of absence;
12. a fair and equitable distribution of the teaching
load; and
13. salaries that are comparable with professions
requires equal training.27
Literature Pertinent to Interpersonal Relations
Educational literature places great emphasis upon the
interpersonal aspects of morale. This is understandable in
view of the highly interpersonal nature of the teaching
process.
An interpersonal relation may be defined as one in
which two or more persons are reciprocally related, or is the
characteristic pattern of their behavior whenever either is
in any way involved with the other.28 a typical study on
^^Thomas G. Napier, "Teacher Morale" (Ed.D. dissertation.
The University of Nebraska Teachers College, 1966), p. 39.
^^Horace B. English and Ava Champhen English, A Compre¬
hensive Dictionary of Psychological and Psychoanalytical
Terms (New York: Longmans, Green and Company, 1967), p. 273.
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teacher morale was made by Greenwald in which he studied the
relationship of morale of interpersonal and intrapsychic
factors. Greenwald's conclusion was that feelings have a
significant affect upon morale. The interpersonal factors
included attitudes toward authority and hostility. On the
other hand, the intrapsychic factors included, among others
hopelessness, meaningless, and loneliness.29
In a similar study which was related to the one done by
Greenwald, Havens reported that the degree to which organi¬
zational dimensions correlated with job satisfaction of
teachers depends upon the personal dimensions of the teachers.
The results of this study indicate that the environmental
aspects that are related to job satisfaction are not neces¬
sarily the same for all subgroups of teachers. That is to say
that the things which might cause job dissatisfaction for one
person may not affect the morale of another.30 ^ similar
conclusion was reached by Thomas J. Sergiovanni. In a study
of factors which affect satisfaction and dissatisfaction of
teachers, Sergiovanni concluded:
Achievement, recognition, and responsi¬
bility were factors which contributed
predominately to teacher job satisfaction.
29Albert Greenwald, "A Study of the Relationship of
Teacher Morale to Selected Interpersonal and Intrapsychic
Factors" (Ph.D. dissertation. New York University, 1963),
pp. 124-126.
30Nel Hansen Havens, "The Relationship of Organizational
Aspects and Personal Characteristics to Teacher Job Satis¬




interpersonal relations (peers), super¬
vision-technical, school policy and admin¬
istration, personal life, and fairness-
unfairness were factors which contributed
predominately to teacher job dissatisfiers
was the factor interpersonal relations
(subordinates), which appeared in 20 percent
of the low attitude sequence and in 7 percent
of the high attitude sequences. It seems
appropriate to ass\ame that since students
are the very crux of a teacher's work, they
should account for many of the successes
and good feelings that teachers have.31
Other researchers have focused their inquiries upon the
interpersonal aspects of morale. For instance, Shapiro noted
the importance of self-awareness in respect to morale and
interpersonal relationships by concluding that morale was
higher when the administrators' perception of teachers
conform generally with the teachers' perception of themselves,
and that morale is lower when principals' perception of
teachers do not conform generally with teachers' perception
of themselves.32
The importance of perception of interpersonal contact
is highlighted by Cantrill. He maintains that perceiving of
which rating is one category, is a "transaction between the
perceiver and the perceived." Further, he visualizes his
^^Thomas J. Sergiovanni, "Factors which Affect Satis¬
faction and Dissatisfaction of Teachers," The Journal of
Educational Administration 5 (1967): 66-82.
32David N. Shapiro, "A Comparative Study of Principals'
Perceptions of Teachers and Teachers' Perceptions of Them¬
selves as Revealed in a Teacher Morale Inquiry" (Ed.D.
dissertation. New York University, 1959), pp. 66-69.
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transaction as a "process of negotiation in which the
perceptual end product is a result of both influences within
the perceiver and of the characteristics of the perceived.
Likert places perception in more tangible terms when
referring to the process in an organizational context:
An individual's reaction to any situation
is always a function not of the absolute
character of the interaction but of his
perception of it; it is how he sees things
that count, not objective reality. Conse¬
quently, an individual will always interpret
an interaction between himself and the organi¬
zation in terms of his background and culture,
his experience, and expectations.
Purkey's investigation shows that a person has a con¬
cept of himself in every situation, which is detemined by
what he is experiencing at the moment and the beliefs he
brought to the situation. The beliefs we have of ourselves
vary in importance and in their relevance of our self-concept.
This concept is the most important single factor affecting
morale.
33Hodley Cantrill, "Perceptions and Interpersonal
Relations," in Psychology in Administration: A Research
Orientation Test with Integrated Readings, ed. Timothy W.
Costello and Sheldon S. Zalkind (Englewood Cliffs, New Jersey:
Prentice-Hall, Inc., 1963), pp. 147-148.
34RensisLikert, The Human Organization: Its Manage¬
ment and Value (New York: McGraw-Hill Book Company, 1967),
p. 14.
35william W. Purkey, Self-Concept and School Achieve¬
ment (Englewood Cliffs, New Jersey: Prentice-Hall, Inc., 1970),
p. 27.
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As early as 1951, the complications implicit in inter¬
personal relations were amply recognized in an extensive
study by Jenkins and Lippitt. They reported:
It is far from reach for anyone to analyze
interpersonal situations in which he himself
is involved. It demands a willingness and
an ability to see ourselves as others see us.
This is subject to many emotional barriers.
We are hesitant, when faced with a new
situation which appears to be like many
earlier ones, to analyze it to see whether
it is the same as the earlier ones or
different. We usually accept the surface
appearance of similarity and respond as we
have to earlier situations which seem like it.
We thus avoid asking ourselves troublesome
questions about our own behavior. A satis¬
factory understanding requires that the teacher,
for example, becomes conscious of how she
herself is affecting the situation because of
her own point of view and consequent behavior.
To carry through sound diagnosis of an inter¬
personal relationship means that the concepts
of "correct" and "incorrect" must be abandoned
and the search directed toward discovering the
reasons behind the behaviors.^®
Literature Pertinent to the Work Environment
There is support for the proposition that there is a
close relationship between living-working condition and
teacher satisfaction and performance. Several studies have
tended to investigate morale as a function of the job con¬
dition.
In an early survey by the Research Division of the
National Education Association, it was stated that some of
36d. Jenkins and R. Lippitt, Interpersonal Perceptions
of Teachers, Students, and Parents (Washington, D.C.:
Division of Adult Education Service, National Education
Association, 1951), pp. 19-20.
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the conditions that teachers thought could be improved were:
(1) a friendly, sympathetic, understanding, forward-looking
principal; (2) assignment to level or area in which the
teacher felt more qualified to teach; (3) a suitable place
for the teacher to put his belongings and a desirable place
to plan his work; and (4) a feeling that a sincere effort was
being made to distribute the teaching load among teachers in
the school system,
The importance of suitable working conditions with
respect to morale and job satisfaction was also noted by
Moffitt who reported results of a study that showed teachers'
most important desires included; (1) more and better equip¬
ment; (2) fewer children per classroom, and better working
conditions.
Another study has also supported the proposition that
there is a close relationship between working conditions and
teachers' morale. Taylor explored the working conditions of
Arkansas' teachers and found that conditions were favorable
from the standpoint of academic freedom, leaves for profes¬
sional meetings and personal relationships. It is interesting
to note here that these conditions tended to promote a
favorable and desirable morale of teachers. However, Bradfield
^^National Education Association, Research Division,
"NEA and Teacher Welfare, Teaching Load," Journal of the
National Education Association 45 (February 1956); 97.
^Sprederick J. Moffitt, "What Teachers Want," Nation's
Schools 60 (September 1957); 53-56.
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and Edward reported some of the items and factors which
hampered teacher effectiveness and morale, such as; (1)
too many pupils in a class; (2) long hours; (3) too many
extra class responsibilities; (4) inadequate facilities and;
(5) general lack of satisfaction with the teacher assign-
•5 Q
ment.
Most recently, John R. Maher and Darrell T. Pierson in
a study showing reactions to induced frustration reported
that lack of clarity on the part of an employee regarding his
own job or the overall mission of his location will have
significant negative consequences. It was hypothesized that:
(1) lack of clarity of individual job objectives would be
negatively related to job satisfaction and overall satis¬
faction and (2) that lack of clarity of location of mission
would be negatively related to job satisfaction, overall
satisfaction and perceptions of organizational cohesiveness.40
The results of this study appear to have implications for
administrators at all organizational levels. Although con¬
ducted with business personnel, the study's conclusions
should apply to similar groups in government and education
since the white collar group providing the data for this study
39Luther E. Bradfield and Troy W. Edwards, "Employment
Practices and Working Conditions in the Elementary and
Secondary Schools," Review of Educational Research 28 (June
1958); 222-223.
40John R. Maher and Darrell T. Pierson, "Perceived
Clarity of Individual Job Objectives and of Group Mission as
Correlates of Organizational Morale," The Journal of Com¬
munication 20 (June 1970); 125-133.
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seems to typify that of this country's rapidly expanding and
changing labor force. Since this group is expanding in both
size and influence, the conclusions were as follows;
Of major significance to the individual
with supervisory responsibility is the
finding that perceived clarity of an
individual's location or department
mission and personal work objectives
has a major impact on such key factors as
satisfaction with job, company and work
associates. This in turn implies a critical
need for thorough understanding of com¬
munication media as well as ability in
oral and written communication skills in
order for an administrator to be successful.
In addition the results of the study would
seem to support the "management by objectives"
concept which is a method of two-way communi¬
cation between an individual and his superior
aimed at establishing mutually understandable
and acceptable performance goals.41
Campbell found that dissatisfied teachers considered
the following as annoying factors pertaining to their work as
lack of staff participation, too many extra duties (such as
clerical work), shortage of materials and equipment, annoying
fellow-workers, the principal's wife and displeasure with
assignment.42 These satisfactions and disturbing factors and
their relationship to morale as it exists among teachers are
similar to morale factors among workers in business and
i
industry, as was brought out by Worthy in a study of 100,000
employees of Sears Roebuck and Company. Research in business
41lbid., p. 132.
42Merton V. Campbell, "Teacher-Principal Agreement on
the Teacher Role," Administrator's Notebook 7 (February 1959)
2.
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and industry has shown that mere technical knowledge of the
work does not guarantee success and efficiency. The attitude
of the worker which exists as a result of his relationships
with others and the general working conditions may be more
important and the skills he possesses.
Numerous writers, including Dropkin and Taylor, Johnson,
and Strickland have found a significant relationship between
the environmental aspects that are related to job dissatis¬
faction and low morale of teachers. Dropkin and Taylor,
for instance, did a similar study with relation to only
first year teachers. The problems that these teachers faced
were in descending order of difficulty: discipline, relations
with parents, methods of teaching, evaluation, planning,
materials and resources, and classroom routines.44
Johnson has concluded on the basis of his own investi¬
gation that policy and administration, working conditions,
status and personal life showed statistical relationship to
teacher dissatisfaction.45
Strickland's research, in any event, gives support to
factors which cause teacher dissatisfaction or low morale.
43james C. Worthy, "Factors Influencing Employee Morale,"
Harvard Business Review 28 (January 1950): 61-73.
44stanley Dropkin and Marvin Taylor, "Perceived Problems
of Beginning Teachers and Related Factors," The Journal of
Teacher Education 14 (December 1963); 384-390.
45Eldon D. Johnson, "An Analysis of Factors Related to
Teacher Satisfaction—Dissatisfaction" (Ed.D. dissertation.
Auburn University, 1967), pp. 33-40.
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He found that the most significant factors that tend to
lower morale were: (1) lack of relief from pupil contact
during the school day; (2) clerical duties; (3) lack of
cooperation and support of principal; (4) inadequate school
plant; (5) lack of staff cooperation; (6) excessive teaching
load; (7) low salary; (8) lack of parent cooperation and
interest; (9) poor pupil discipline and; (10) lack of proper
equipment and supplies.
In a more recent study by Cloverdale, using the ques¬
tionnaire method, an attempt was made to uncover factors to
account for the high level of general dissatisfaction with
the present conditions of teachers in New South Wales. He
concluded that the inspectorial and transfer system,
promotion structure and status, class size and the demand on
the teacher scope of the curriculum were all ranked as high
important issues affecting morale by a majority of both
elementary and secondary teachers.
In summary, it appears that there is a relationship
between teachers' working conditions and teachers' morale.
Teachers are insisting upon the removal of factors which
^^Benjamin F. Strickland, "A Study of Factors Affecting
Teachers' Morale in Selected Administrative Units of North
Carolina" (Ed.D. dissertation. The University of North
Carolina, 1962), p. 41.
M. Cloverdale, "Some Determinants of Teacher
Morale in Australia," Educational Research 26 (November 1973)
34-37.
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cause low teacher morale. Even if factors cannot be
eliminated immediately, the educational administrator will
be increasingly confronted with this difficult problem.
Until recently, most of the attention to teachers'
working conditions was centered on its more technical and
formalistic aspects. In other words, working conditions
were generally conceived as being something which a single
person performed. Only recently has there been a shift of
emphasis toward the recognition of the fact that work itself
involves a relationship between people. We give credit to
the Hawthorne studies of Elton May and others as the beginning
of a shift of interest toward the interpersonal aspects of
the work process.
Literature Pertinent to Selected Patterns
of Shared Decision-Making
The literature pertaining to selected patterns of
shared decision-making and its effect on morale was reviewed
and reported under two categories, namely; differentiated
staffing and multiunit school.
Differentiated Staffing. English indicated that differ¬
entiated staffing is a division and extension of the role of
the teacher through the creation of a teacher hierarchy with
job responsibilities that are commensurate with a range of
pay.^^ In essence, within the hierarchy, a teaching team is
J. Roethlishberger and W. J. Dickson, Management
and the Worker (Cambridge; Harvard University Press, 1939).
^^Fenwick English, Differentiated Staffing; Giving
Teachers a Chance to Improve Learning (Tallahassee, Florida;
State Department of Education, 1968), p. 1.
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developed by the integration of a paraprofessional support
staff, and resource personnel. Moreover, it might be helpful
at this point to review the definition of differentiated
staffing as defined by Lewis. He defined it as a process by
which the teaching staff is divided into a number of
categories according to their various roles and responsi¬
bilities which have been identified by the teacher-learning
task.por instance, a staffing unit may be comprised of
a master teacher, one or two teaching aids, some resource
personnel, and a clerical aid. In this way, maximum use is
made of teacher interests, talents, and capabilities, so that
the learning environment is provided which facilitates the
implementation of various programs geared to individualize
and humanize the total school instructional program.
The U.S. Department of Health, Education and Welfare
reported that differentiated staffing would change the organi¬
zational structure of the schools, distributing the power for
decision-making among those responsible for the execution of
decisions, particularly classroom teachers.51
However, it may be recalled that Allen and Kline, two
of the earliest differentiated staffing theorists, advocated
that it allows retention of good teachers while offering
50james Lewis, Jr., Differentiating the Teaching Staff
(New York: Parker Publishing Company, Inc., 1971), pp. 24-27.
51u.S. Department of Health, Education and Welfare, The
Education Professions 1971-72 Part II, Differentiated Staffing:
A State of the Art Report (Washington, D.C.: Government
Printing Office, 1973), p. 36.
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incentive for advancement; it reduces the administrator-
teacher gap considerably; it adds prestige to teaching; and
it involves teachers more heavily in decision-making and
planning. In fact, Allen and Kline also recognized that the
participation of teachers in decision-making was positively
related to morale.52
Leiman found that teachers who participate in decision¬
making have higher morale than teachers who do not; have more
positive attitudes toward their peers, subordinates and
superordinates; and have higher regard for themselves and the
teaching profession.53
Myers and Sinclair posed the view that differentiated
staffing strives to improve and increase teacher involvement
in decision-making and provides career incentives as they
perform a variety of roles.54 in this connection, Goodlad
in 1965 appears to have anticiapted the emphasis on differen¬
tiated staffing by urging that teachers consider full pro¬
fessional careers as classroom instructors. Since pay scales
are based on levels of responsibility, capable teachers are
52Dwight W. Allen and Lloyd B. Kline, "From Habit to
Hersey and Home Again," The Roots and Route of Differentiated
Staffing," The Roots and Route of Differentiated Staffing
(Philadelphia: W. B. Saunders Co., 1972), pp. 12-29.
53Harold I. Leiman, "A Study of Teacher Attitudes and
Morale as Related to Participation in Administration" (Ph.D.
dissertation. New York University, 1961) , pp. 38-40.
54Donald A. Myers and Robert Sinclair, "Improved Decision-
Making for School Organization," The National Elementary
School Journal 52 (January 1973): 46-47.
32
more inclined to remain in the classroom than seek promotion
to administrative positions.
In conclusion, it might be fitting to point out that
the "educational lag" has prevented the implementation of the
solving of many identifiable teaching problems as well as the
fuller development of patterns of differentiated staffing
schools.
Multi-unit Schools. The multi-unit school is a
relatively new concept that offers an alternative to the
self-contained classroom. Methodologically, it can be adapted
to the demands and constraints imposed by physical facilities,
curriculiim, teaching staff, and student population. In any
event, the multi-unit design provides an alternative to
principal-centered administration when teachers and the
community are demanding a more dominant role in decision¬
making. As is suggested by Schuster and Stewart, today's
principals must find means of releasing the talents of the
staff in his building along with the available resources in
the community. He must work with them; guiding, encouraging,
and directing their activities rather than imposing his
personal wishes upon them without explanation.According
55John I. Goodlad, "Cooperative Teaching in Educational
Reform," The National Elementary School Principal 10 (January
1965); 8-13.
S^Albert H. Schuster and Don H. Stewart, The Principal
and the Autonomous Elementary School (Columbus, Ohio;
Charles E. Merrill Publishing Co., 1973), p. 1.
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to Herbert Klausmeir, the multi-unit school provides a
structure for this type of democratic participation in
decision-making.
Newby reported that teachers in the multiunit school
perceive their relationship with other teachers significantly
more positively than do teachers in the non-multiunit
schools as revealed by the results on the disengagement and
intimacy subtests.This may have implications for the
selection of teachers to work in multi-unit schools.
Fielder reported that there is potential for high morale and
greater group productivity when the group's task is specific
and unambiguous.^^
Likert investigated team behavior of the multi-unit
schools and revealed that participating in decision-making
is positively related to work group performance.
In another study, McIntyre reported that in performing
instructional leadership responsibilities, principals and
unit leaders should attempt to apply the concepts of task
^^Herbert J. Klausmeir, et al.. The Development and
Evaluation of the Multi-unit Elementary School; Technical
Report No. 158 (Madison, Wisconsin: Wisconsin Research and
Development Center, 1970), p. 5.
SSKenneth A. Newby, "Organizational Climate in Multi¬
unit and Non-Multiunit Schools" (Ph.D. dissertation. The
University of Toledo, 1974), pp. 79-80.
^^Fred E. Fielder, A Theory of Leadership Effectiveness
(New York: McGraw-Hill Book Company, 1967), p. 92.
^^Likert, The Human Organization: Its Management and
Value, p. 92.
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structure, leader-member relations, shared influence, team
behavior and leader behavior to their leadership situation.61
Summary
A review of the related literature suggests the
following: (1) the school administrator should strive to
secure for teachers satisfactory salaries, reasonable teaching
loads and adequate equipment to enhance the instructional
program; (2) the administrator spends the majority of his
time dealing with people; (3) he should keep lines of com¬
munication open at all times between himself and his staff
as well as within his staff; (4) the administrator should
strive to create an environment in which the teacher may
assume leadership and participate in the decision-making
process; (5) the administrator should have a knowledge of
the staff's morale and its relationship to job efficiency and
satisfaction; (6) the teacher's perception of the principal’s
behavior, not the principal's behavior affects teacher morale;
and (7) black and white building principals must be concerned
with an educational leadership designed to deal effectively
with staff morale and pupil performance.
The significance of sex and race to morale has yet to
be explored.
®^Kenneth E. McIntyre, "Administration and Improving
the Instructional Program," Performance Objectives for
School Principals, eds. Jack E. Culbertson, Curtis Henson,
and Ruel Morrison (Berkeley, California; McCutchan Publishing
Corporation, 1974), p. 541.
CHAPTER III
RESEARCH PROCEDURES
This chapter sets the specific steps followed in the
data gathering procedures which are detailed in the following
sections: (a) the population sample which constituted the
subjects of this research; (b) the Purdue Teacher Opinionaire
which was the primary data gathering instrument; and (c) the
statistical treatment of the data.
The Population Sample
The universe from which the population sample was taken
was the Title I schools in the Fulton County, Georgia, School
System as of 1975-1976. The sample itself consisted of
fourteen elementary schools paired as to socio-economic
status, faculty size, sex of administrator, and racial mix of
teachers. Seven schools administered by black administrators
were paired with seven schools administered by white admin¬
istrators.
• According to the Elementary and Secondary Education
Act of 1965, Title I schools receive federal funds because
they .have a large concentration of children who, because of
economic deprivation, have not had full educational
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opportunities. This form of specialized aid was designed
to break the cycle of poverty which affects many areas of
the nation. Reflecting the purpose of the Act, the formula
for determining grants to local districts is: ^b=number of
dollars payable to local districts where a=average expendi¬
ture per pupil in the state and b=the number of children
ages 5 to 17 coming from families with annual incomes of
less than $2,000. and the number of children ages 5 to 17
from families whose incomes from aid to families with
dependent children are $2,000. or more.^^
The researcher initially contacted the assistant
superintendent of the Fulton County schools and secured his
permission to conduct the study. In addition, the assistant
superintendent was apprised of the nature and purpose of the
study, as well as informed that the results of the study
would be reported confidentially, although individual
results for each school should be made available once the
analyses are completed. And, too, it was understood that
participation in the study was to be voluntary on the part of
the principal and the staff of each school unit.
It then became necessary to contact the building prin¬
cipals and secure their cooperation and participation in the
proposed research. Consequently, in May of 1976, the
S^oscar T. Jarvis, Harold W. Gentry, and Lester D.
Stephens, Public School Business Administration and Finance:
Effective Policies and Practices (West Nyack, New York:
Parker Publishing Company, Inc., 1967), pp. 86-87.
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elementary principals of the fourteen schools selected to
participate in the study were initially contacted by the
researcher by telephone. This initial contact was followed
by a letter explaining the purpose, procedure, and expected
outcomes for the study. The system's seven Title I schools
with black administrators were included in the study, thereby
negating any direct sampling problem.
Once the principals and their staffs had volunteered to
participate in the research, it was necessary to match the
Title I schools with black administrators with Title I
schools with white administrators as closely as possible,
using the following variables: (1) socio-economic status,
(2) size of faculty, (3) sex of administrator, and (4)
racial makeup or mix of teachers.
After these fourteen schools had made the commitment
to participate in the study, dates were selected to administer
the instriament (s) to the faculties. Between May 3, 1976 and
May 28, 1976, the fourteen principals were given copies of the
Purdue Teacher Opinionaire to be executed by the 180 elemen¬
tary school teachers involved in the study. The Purdue
Teacher Opinionaire was amended by the addition of six items
designed to obtain such personal information as: (1) marital
status, (2) number of dependent children, (3) approximate
number of college credits earned above the highest degree
held by the respondent, (4) race, (5) years engaged in
profession, and (6) nvimber of years in present system. The
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number of usable forms returned totaled 163 or 91 percent of
the 180 distributed.
Respondents to the Purdue Teacher Opinionaire included
159 women and four men. Of this group, 57 percent were
under thirty years of age, 16 percent were between the ages
of thirty-one and thirty-nine, 7 percent between the ages of
forty-one and forty-nine, 12 percent between the ages of
fifty-one and fifty-nine, while 7 percent were over sixty
years of age.
One hundred fifteen of these teachers had received the
bachelor's degree, forty-one had received the master's
degree, and seven had received the educational specialist
degree (See Table 2).
Of the respondents, forty-seven or 29 percent had one
to three years of experience, forty-six or 28 percent had
four to six years experience, twenty-one or 13 percent had
seven to ten years experience and twenty-nine or 18 percent
had spent over twenty-one years in teaching.
Further, of the 163 respondents, 144 or 88 percent were
white, while ninteen or 12 percent were black.
A total of 113 or 69 percent of the respondents had
male principals while fifty or 31 percent had female prin¬
cipals .
In addition, fifty-five or 34 percent were single,
eighty-six or 53 percent were married, ten or 6 percent were
divorced and twelve or 7 percent were widowed. Of this group.
four were male.
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Of the fourteen principals participating in the study,
ten were male and four were female. Twelve of the principals
were over forty-five years of age; all but two possessed a
master's degree while the other two possessed educational
specialist degrees.
Of the fourteen principals, four had spent four to seven
years as teachers, four had taught eight to fifteen years and
six had spent more than sixteen or more years in the class¬
room.
Of the fourteen principals, six had spent four to seven
years as principals, four had spent eight to fifteen years,
and four had spent sixteen or more years as building prin¬
cipals .
The Instrument
The Purdue Teacher Opinionaire is a 100-item self-
report, teacher morale instrument that yields ten factor
scores and a total score, namely:
1. Teacher Rapport with Principal
2. Satisfaction with Teaching
3. Rapport among Teachers
4. Teacher Salary
5. Teacher Load
6. Curriculum Issues (adquacy of the school program
in meeting student needs, in providing for
individual differences, and in preparing students
for effective citizenship)
7. Teacher Status
8. Community Support of Education
4.0
9. School Facilities and Services
10. Community Pressures
Of all self-report teacher morale instruments, the
Purdue Teacher Opinionaire is probably the best known and
widely used. Reliability for the instrioment has been
established in terms of Kuder-Richardson internal consistency,
coefficients ranging from .79 to .98 with an overall
coefficient of .96; and test retest correlations that range
from .62 to .88 for the factors and .87 for the total scores.
Intercorrelations range from .18 to .61 with a median corre¬
lation of .38 and appear to be sufficiently low to make
individual factor scores meaningful. The validity of the
Purdue Teacher Opinionaire has been demonstrated in terms of
peer ratings, principal ratings, and differences between
schools.
The maximum point contribution of each of the PTO items
was four. All PTO items were scored to provide both a total
sum, 400 possible, and sum for each of the ten factors com¬
prising the inventory.
The completed instruments were mailed to the researcher.
Each participating school was thanked for participating and
cooperating in the study.
Treatment of the Data
The statistical data derived from the executed Purdue
Teacher Opinionaire and added demographic factors used in
this study were assembled, organized, and analyzed at the
computer center of Atlanta University of Georgia.
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Analysis of variance was employed to determine non¬
chance variations among the means of the variable sets. The
sets related to size of faculty, administrator's sex, admin¬
istrator's race, marital status, teaching experience, level
of education, and years of experience in present system.
The non-chance variations were accepted as statistically
significant if the F-ratios obtained were sufficiently large





There is no difference between the morale
of teachers who are members of small
faculties and of teachers who are members
of large faculties as measured by the
Purdue Teacher Opinionaire.
There is no difference between the morale of
teachers who are working with white admin¬
istrators and of teachers who are working
with black administrators as measured by
the Purdue Teacher Opinionaire.
There is no difference between the morale
of teachers who are working with male
administrators and of teachers who are
working with female administrators as
measured by the Purdue Teacher Opinionaire.
Hypothesis 4: There is no difference between the morale
of black and of white teachers as measured
by the Purdue Teacher Opinionaire.
Hypothesis 5; There is no difference between the morale of
teachers with master's degrees and of the
teachers without master's degrees as measured
by the Purdue Teacher Opinionaire.
Hypothesis 6: There is no difference between the morale of
teachers who are married and of teachers who
are single as measured by the Purdue Teacher
Opinionaire.
42
Hypothesis 7; There is no difference between the morale
of teachers who have dependent children
and of teachers who have no dependent
children as measured by the Purdue Teacher
Opinionaire.
Hypothesis 8: There is no difference between the morale of
teachers who have taught over three years
and of teachers who have taught less than
three yeras as measured by the Purdue Teacher
Opinionaire.
Hypothesis 9: There is no difference between the morale of
teachers who have worked in the present
system for ten years and of teachers who
have worked less than ten years as measured
by the Purdue Teacher Opinionaire.
Description of the Factors
The Purdue Teacher Opinionaire consists of the
following;
Factor 1 (20 items); "Teacher Rapport with Principals"
deals with the teachers' feelings
about the principal—his pro¬
fessional competency, his interest
in teachers and their work, his
ability to communicate, and his
skill in human relations.
Factor 2 (20 items); "Satisfaction with Teaching" pertains
to teacher relationships with students
and feelings of satisfaction with
teaching. According to this factor,
the high morale teacher loves to
teach, feels competent in his job,
enjoys his students, and believes
in the future of teaching as an
occupation.
"Rapport Among Teachers" focuses on a
teacher's relationship with other
teachers. The items here solicit the
teacher's opinion regarding the
cooperation, preparation, ethics,
influence, interests, and competency
of his peers.
Factor 3 (14 items);
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Factor 4 (7 items): "Teacher Salary" pertains primarily
to the teacher's feelings about
salaries and salary policies. Are
salaries based on teacher competency?
Do they compare favorably with salaries
in other school systems? Are salary
policies administered fairly and
justly, and do teachers participate
in the development of these policies?
Factor 5 (11 items): "Teacher Load" deals with such matters
as record-keeping, clerical work, "red
tape," community demands on teacher
time, extracurricular load, and keeping
up-to-date professionally.
Factor 6 (5 items): "Curriculum Issues" solicits teacher
reactions to the adequacy of the school
program in meeting student needs, in
providing for individual differences,
and in preparing students for effective
citizenship.
Factor 7 (8 items): "Teacher Status" samples feelings about
the prestige, security, and benefits
afforded by teaching. Several of the
items refer to the extent to which the
teacher feels he is an accepted member
of the community.
Factor 8 (5 items); "Coiranunity Support of Education" deals
with the extent to which the community
understands and is willing to support a
sound educational program.
Factor 9 (5 items): "School Facilities and Services" has
to do with the adequacy of facilities,
supplies and equipment, and the
efficiency of the procedures for
obtaining materials and services.
Factor 10 (5 items): "Community Pressures" gives special
attention to community expectations
with respect to the teacher's personal
standards, his participation in
outside school activities, and his




SIZE OF SCHOOL, RACE, SEX, LEVEL OF EDUCATION,
MARITAL STATUS, YEARS TEACHING EXPERIENCE
AND YEARS AS A PRINCIPAL OF PRINCIPALS
WHO PARTICIPATED IN THE STUDY
Size of Schools Marital Status
Small 8 Single 2
Large 6 Married 9
Divorced 1
Race Widowed 2





Male 10 15 plus 6
Female 4
Years as a Principal
Level of Education
0-3 0
B.A. 3 4-7 6
M.A. 9 8-15 4
Ed.S. 2 16 plus 4
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TABLE 2
RACE, SEX, LEVEL OF EDUCATION, MARITAL STATUS, YEARS IN
THE PROFESSION AND YEARS IN THE PRESENT SYSTEM
OF TEACHERS WHO COMPLETED EACH SECTION
OF THE PURDUE TEACHER OPINIONAIRE
Race Years in the Profession
Black 19 1-3 47
White 144 4-6 46
7-10 21
Sex 11 - 20 20
20 plus 29
Male 4
Female 159 Years in the Present System
Level of Education 1-3 73
4-6 35
B.A. 115 7-10 9
M.A. 41 11 - 20 24







PRESENTATION AND ANALYSIS OF FINDINGS
In this chapter a presentation of the findings as they
relate to the nine hypotheses will be presented. The presen¬
tation will report the data resulting from the analysis of
the ten factors and total scores of the Purdue Teacher
Opinionaire together with the discussion of the morale scores
of each of the independent demographic variables: size of
faculties, race of principal, sex of principal, race of
respondent, marital status, number of dependents, level of
college education, years in the profession, and years in the
present school system.
Since the analysis of variance was the statistical
approach used in the study, the assumptions which should be
fulfilled to use the analysis of variance technique properly
will be discussed first. Detailed discussions of analysis of
varian'ce can be found in most statistical texts, such as
J. P. Guilford's and Benjamin Fruchter's Fundamental Statistics
in Psychology and Education.63
P. Guilford and Benjamin Fruchter, Fundamental
Statistics in Psychology and Education (New York: McGraw-
Hill Book Co., 1973).
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The assximptions of analysis of variance are that:
1. The sampling within sets is normally distributed.
2. The variances from within the various sets are assigned
randomly.
3. The variances are homogeneous.
4. The treatment effects are constant and additive.
Further, the analysis of variance was used to test
hypotheses one through nine. Differences were accepted as
statistically significant if the F-ratios were sufficiently
large to indicate the probability, P, equal to or less than
.05.
Presentation and Analysis of Data Resulting
from the Purdue Teacher Opinionaire
and the Nine Independent Factors
Size of Faculties
Table 3 presents the data on the morale of teachers
as indicated on the Purdue Teacher Opinionaire as related to
the size of faculties.
This table shows that on the "Total Scores", the F-ratio
is 2.20 with 1 and 161 degrees of freedom which is not
significant.
Therefore, Hypothesis 1, that:
There is no difference between the
morale of teachers who are members
of small faculties and of the teachers
who are members of large faculties as
measured by the Purdue Teacher
Opinionaire,
is accepted.
In svimmary, the overall data appear to show that
teacher morale is not related to the size of the faculties
at the .05 level of confidence.
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TABLE 3
MEANS AND F-RATIOS FOR TOTAL RESULTS
ON THE PURDUE TEACHER OPINIONAIRE




Large 96 .58 297.57
Small 67 .42 286.46 1/161 2.20
Race of
Principal
White 87 .54 303.69
Black 76 .46 280.77 1/161 10.09*
Sex of
Principal
Male 113 .59 289.38
Female 76 .41 301.35 1/161 2.19
Race of
Respondent
Black 19 .88 320.68
White 144 .12 289.35 1/161 7.70*
Level of
Education




Ed.S. 7 .04 269.71 1/161 1.33
Marital
Status
Single 55 .33 279.15..
Married 86 .53 302.62..
Divorced 10 .06 301.60
Widowed 12 .08 280.50 3/159 3.29*
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TABLE 3.—Continued




None 116 .71 293.26
One 23 .14 298.30
Two 12 .08 288,42
Three or
more 12 .07 285.00 3/159
Years in the
Profession
1 to 3 47 .29 285.77
4 to 6 46 .28 277.37
7 to 10 21 .13 280.38..
11 to 20 20 .12 320.55..
21 plus 29 .18 319.69.. 4/158
Years in this
System
1 to 3 73 .45 287.42
4 to 6 35 .21 274.54..
7 to 10 9 .06 312.22..
11 to 20 24 .15 310.75..
21 plus 22 .13 313.68.. 4/158
* Significant at the .05 level of confidence
.. Source of significance
Race of Administrators
Table 4 presents the data on the morale of teachers as
indicated by the Purdue Teacher Opinionaire as related to
race of the administrator.
Table 4 shows that of the ten subvariables of the Purdue
Teacher Opinionaire> eight are found to be significant,
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namely: Teacher Rapport with Principal, Satisfaction with
Teaching, Rapport among Teachers, Teacher Salary, Teacher
Load, Curriculum Issues, and School Facilities and Services.
Table 4 shows that on the Total Scores, the F-ratio
is 10.09 with 1/161 degrees of freedom which is significant.
Therefore,Hypothesis 2, that:
There is no difference between the morale
of teachers who are working with white
administrators and of the teachers who are
working with black administrators as
measured by the Purdue Teacher Opinionaire,
is rejected.
TABLE 4
MEANS AND F-RATIOS FOR THE RESULTS ON THE PURDUE
TEACHER OPINIONAIRE WITH REFERENCE TO THE
VARIABLE: RACE OF PRINCIPAL













Black 76 38.74 1/161 6.57*
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TABLE 4—Continued




Black 76 19.09 1/161 7.82*
5. Teacher Load
White 87 35.37
Black 76 31.91 1/161 13.30*
6. Curriculum Issues
White 87 14.39
Black 76 13.04 1/161 6.82*
7. Teacher Status
White 87 25.03








Black 76 14.09 1/161 3.98*
10. Community Pressures
White 87 14.70
Black 76 14.33 1/161 0.35
11. Total Scores
White 87 303.69
Black 76 280.77 1/161 10.09*
*Signifleant at the .05 level of confidence
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In summary, the overall data appear to show that
Teacher Morale is related to the race of the administrator
at the .05 level of confidence.
Sex of Administrators
Table 3 presents the data on the morale of teachers
as indicated on the Purdue Teacher Opinionaire as related to
the sex of the administrator.
This table shows that on the "Total Scores" the F-ratio
is 2.19 with 1/161 degrees of freedom which is not signifi¬
cant.
Therefore, Hypothesis 3, that:
There is no difference between the morale
of teachers who are working with male
administrators and of teachers who are
working with female administrators as
measured by the Purdue Teacher Opinionaire,
is accepted.
In summary, the overall data appear to show that
teacher morale is not related to the sex of the administrator
Race of Respondents
Table 5 presents the data on the morale of teachers
as indicated on the Purdue Teacher Opinionaire as related
to the race of the teacher.
This table shows that of the ten factors of the
Purdue Teacher Opinionaire, seven are found to be significant
namely: Teacher Rapport with Principal, Satisfaction with
Teaching, Rapport among Teachers, Teacher Salary, Teacher
Load, Community Support of Education and School Facilities
and Services.
53
Table 5 shows that of the "Total Scores" the F-ratio
is 7.70 with 1/161 degrees of freedom which is significant at
the .05 level of confidence.
Therefore, Hypothesis 4, that:
There is no difference between the morale
of black and of white teachers as measured
by the Purdue Teacher Opinionaire,
is rejected.
TABLE 5
MEANS AND F-RATIOS FOR THE RESULTS ON THE PURDUE
TEACHER OPINIONAIRE WITH REFERENCE TO THE
VARIABLE: RACE OF RESPONDENT













White 144 39.69 1/161 8.45*
4. Teacher Salary
Black 19 22.74
White 144 19.76 1/161 8.00*
5. Teacher Load
Black 19 37.00










White 144 13.63 1/161 1.12
7. Teacher Status
Black 19 25.68








White 144 14.44 1/161 5.09*
10. Community Pressures
Black 19 13.79
White 144 14.63 1/161 0.73
11. Total Scores
Black 19 320.68
White 144 289.35 1/161 7.70*
♦Significant at the .05 level of confidence
In summary, the overall data appear to show that
teacher morale is related to the race of the teacher.
The difference between the total scores on the Purdue
Teacher Opinionaire for the black and white teachers, under
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the supervision of white principals and black and white
teachers under the supervision of black principals is
presented in table 6.
The mean for the white teachers under the supervision
of white principals is 300.17, for black teachers under the
supervision of white principals, it is 332.88 with a dif¬
ference of 32.71 in favor of black teachers. The standard
deviations are 33.17 for black teachers and 38.15 for white
teachers; and the standard errors of the means are 11.79 and
4.32 respectively. The "t" is 2.61. The ”t" is significant,
for it is greater than 2.36 at the .05 level of confidence
with seven degrees of freedom. Therefore, the difference
between the two sets of total scores is statistically
significant.
This means that the morale scores of black teachers under
the supervision of white principals, are significantly higher
than the morale scores of white teachers under the super¬
vision of white principals. Further, the mean score for
black teachers is equivalent to a "stanine" score of six,
which means that the morale for black teachers is a "little
above average," whereas for the white teachers the mean score
is equivalent to a "stanine" of five, which may be interpreted
to mean that the morale of white teachers, under the super¬
vision of white administrators, is "average."
The mean for the white teachers, under the supervision
of black principals, is 275.09, for black teachers, under the
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supervision of black principals, it is 308.82, with a dif¬
ference of 33.73 in favor of the black teachers. The
standard deviations are 45.58 and 59,70 respectively; and
the standard errors of the means are 5.70 for white teachers
and 18.89 for the black teachers. The "t" is 1,79. It is
less than 2.23 at the .05 level of confidence with ten
degrees of freedom. Therefore, the difference between the
two sets of total scores is not significant,
TABLE 6
COMPARISON OF THE MEANS AND "t" SCORES FROM THE RESULTS
ON THE PURDUE TEACHER OPINIONAIRE WITH REFERENCE




Teachers Number Percent Mean S.D. "t"
Black Black 11 14.00 308.82 59.70 1 79
White 65 86.00 275.09 45.58
White Black 8 10.00 332.88 33.17 2.61*
White 79 90.00 300.17 38.15
*Significant at the .05 level of confidence
Levels of Education
Table 3 presents the data on the morale of teachers as
indicated on the Purdue Teacher Opinionaire as related to the
level of education.
This table shows that of the "Total Scores" the F-ratio
is 1.33 with 2/160 degrees of freedom which is not significant
at the .05 level of confidence.
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Therefore, Hypothesis 5, that:
There is no difference between the morale
of teachers as related to their highest
degree earned as measured by the Purdue
Teacher Opinionaire,
is accepted.
In summary, the overall data appear to show that teacher
morale is not related to the level of education of teachers.
Marital Status
Table 7 presents the data on the morale of teachers as
indicated on the Purdue Teacher Opinionaire as related to
the marital status.
This table shows that of the ten factors of the Purdue
Teacher Opinionaire, five of them; Teacher Rapport with
Principal, Satisfaction with Teaching, Rapport among Teachers,
Teacher Salary, and School Facilities and Services are found
to be significant.
Table 7 shows that on the "Total Scores" the F-ratio
is 3.29 with 3/159 degrees of freedom which is significant at
the ,05 level of confidence.
Therefore, Hypothesis 6, that;
There is no difference between the
morale of teachers regardless of
marital status as measured by the
Purdue Teacher Opinionaire,
is rejected.
In summary, the overall data appear to show that
teacher morale is related to the marital status of the teacher.
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TABLE 7
MEANS AND F-RATIOS FOR THE RESULTS ON THE PURDUE
TEACHER OPINIONAIRE WITH REFERENCE TO THE
VARIABLE: MARITAL STATUS
Variable
Number of Degrees of

































Widowed 12 14.08 3/159 1.63
TABLE 7—Continued
Number of Degrees of



























Widowed 12 280.50 3/159 3.29*
*Signifleant at the .05 level of confidence
.Source of significance
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Number of Dependent Children
Table 3 presents the data on the morale of teachers
as indicated on the Purdue Teacher Opinionaire as related
to the number of dependent children.
This table shows that on the "Total Scores" the F-ratio
is 2.25 with 3/159 degrees of freedom which is not signifi¬
cant at the .05 level of confidence.
Therefore, Hypothesis 7, that:
There is no difference between the morale
of teachers who have dependent children
and teachers who have no dependent children
as measured by the Purdue Teacher Opinionaire,
is accepted.
In summary, the overall data appear to show that teacher
morale is not related to the number of dependent children.
Years in the Profession
Table 8 presents the data on the morale of teachers as
indicated on the Purdue Teacher Opinionaire as related to the
years in the profession.
Table 8 shows that of the ten factors of the Purdue
Teacher Opinionaire, nine of them: Teacher Rapport with the
Principal, Satisfaction with Teaching, Rapport among Teachers,
Teacher Salary, Teacher Load, Curriculxom Issues, Teacher
Status, Community Support of Education, and School Facilities
and Services are found to be significant.
This table shows that on the "Total Scores" the F-ratio
is 6.78 with 4/158 degrees of freedom which is significant at
th .05 level of confidence.
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TABLE 8
MEANS AND F-RATIOS FOR THE RESULTS ON THE PURDUE
TEACHER OPINIONAIRE WITH REFERENCE TO THE
VARIABLE: YEARS IN THE PROFESSION
Variable
Number of Degrees of
Teachers Mean Freedom F1.Teacher Rapport
with Principal
1 to 3 47 56.81
4 to 6 46 55.96
7 to 10 21 58.71
11 to 20 20 63.60
21 plus 29 64.28 4/158 5.14*
2.Satisfaction
with Teaching
1 to 3 47 57.43
4 to 6 46 54.48
7 to 10 21 55.90
11 to 20 20 66.45
21 plus 29 63.79 4/158 6.92*3.Rapport among
Teachers
1 to 3 47
4 to 6 46
7 to 10 21
11 to 20 20
21 plus 29
4. Teacher Salary
1 to 3 47
4 to 6 46
7 to 10 21
11 to 20 20
21 plus 29
5. Teacher Load
1 to 3 47
4 to 6 46
7 to 10 21

























1 to 3 47 13.36
4 to 6 46 12.65
7 to 10 21 13.67
11 to 20 20 15.10
21 plus 29 15.31 4/158 4.05*
7. Teacher Status
1 to 3 47 24.83
4 to 6 46 23.67
7 to 10 21 22.29
11 to 20 20 26.15
21 plus 29 26.69 4/158 3.20*
8. Community Support
of Education
1 to 3 47 13.28
4 to 6 46 12.35
7 to 10 21 13.24
11 to 20 20 15.55
21 plus 29 15.17 4/158 4.47*
9. School Facilities
and Services
1 to 3 47 14.06
4 to 6 46 14.35
7 to 10 21 12.95
11 to 20 20 15.85..
21 plus 29 16.55.. 4/158 4.97
10. Community Pressures
1 to 3 47 14.96
4 to 6 46 13.96
7 to 10 21 13.14
11 to 20 20 14.55
21 plus 29 15.72 4/158 1.68
11. Total Scores
1 to 3 47 285.77
4 to 6 46 277.37
7 to 10 21 280.38
11 to 20 20 320.55
21 plus 29 219.69 4/158 6.78*
*Signifleant at the .05 level of confidence
..Source of Significance
63
Therefore, Hypothesis 8, that!
There is no difference between the morale
of teachers who have taught over three
years and those who have taught less than
three years as measured by the Purdue
Teacher Opinionaire,
is rejected.
In siimmary, the overall data appear to show that teacher
morale is related to the number of years in the profession.
Years in the Present System
Table 9 presents the data on the morale of teachers as
indicated on the Purdue Teacher Opinionaire as related to
years in the present system.
Table 9 shows that of the ten factors, six of them:
Teacher Rapport with Principal, Satisfaction with Teaching,
Teacher Load, Curriculum Issues, Community Support of Education
and Community Pressures, are found to be significant.
This table shows that on the "Total Scores" the F-ratio
is 4.17 with 4/158 degrees of freedom which is significant at
the .05 level of confidence.
Therefore, Hypothesis 9, that:
There is no difference between the
morale of teachers who have worked
in the present system for ten years
and the teachers who have worked less





MEANS AND F-RATIOS FOR THE RESULTS ON THE PURDUE
TEACHER OPINIONAIRE WITH REFERENCE TO THE








1 to 3 73 57.36
4 to 6 35 55.57
7 to 10 9 63.56
11 to 20 24 63.00..
21 plus 22 63.50.. 4/158 4.36*
2. Satisfaction
with Teaching
1 to 3 73 57.42
4 to 6 35 54.89
7 to 10 9 62.53
11 to 20 24 62.92
21 plus 22 62.45 4/158 3.13*
3. Rapport among
Teachers
1 to 3 73 39.75
4 to 6 35 38.57
7 to 10 9 44.44
11 to 20 24 40.71
21 plus 22 42.64 4/158 1.92
4. Teacher Salary
1 to 3 73 19.52
4 to 6 35 19.60
7 to 10 9 20.89
11 to 20 24 21.71
21 plus 22 20.77 4/158 1.44
5. Teacher Load
1 to 3 73 32.96
4 to 6 35 31.26
7 to 10 9 35.35
11 to 20 24 36.58









1 to 3 73 13.64
4 to 6 35 12.00
7 to 10 9 14.33
11 to 20 24 15.88..
21 plus 22 14.41.. 4/158 5.67*
7. Teacher Status
1 to 3 73 24.52
4 to 6 35 23.34
7 to 10 9 25.56
11 to 20 24 25.21
21 plus 22 26.32 4/158 1.28
8. Community Support
of Education
1 to 3 73 13.22
4 to 6 35 12.34
7 to 10 9 14.56
11 to 20 24 15.38..
21 plus 22 14.73.. 4/158 3.40*
9. School Facilities
and Services
1 to 3 73 14.36
4 to 6 35 13.94
7 to 10 9 14.44
11 to 20 24 15.00
21 plus 22 16.55 4/158 2.31
.0. Community Pressures
1 to 3 73 14.69
4 to 6 35 13.03
7 to 10 9 16.78
11 to 20 24 14.38..
21 plus 22 15.64.. 4/158 2.50*
.1. Total Scores
1 to 3 73 287.42
4 to 6 35 274.54
7 to 10 9 312.22
11 to 20 24 310.75. .
21 plus 22 313.68. . 4/158 4.17*
*Significant at the .05 level of confidence
..Source of significance
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In svuranary, the overall data appear to warrant the
following findings:
Hypothesis 1 is accepted that:
There is no difference between the morale of
teachers who are members of small faculties
and of teachers who are members of large
faculties as measured by the Purdue Teacher
Opinionaire.
Hypothesis 2 is rejected that;
There is no difference between the morale of
teachers who are working with white admin¬
istrators and of teachers who are working with
black administrators as measured by the Purdue
Teacher Opinionaire.
Hypothesis 3 is accepted that:
There is no difference between the morale of
teachers who are working with male admin¬
istrators and of teachers who are working with
female administrators as measured by the Purdue
Teacher Opinionaire.
Hypothesis 4 is rejected that;
There is no difference between the morale of
black and of white teachers as measured by the
Purdue Teacher Opinionaire.
Hypothesis 5 is accepted that;
There is no difference between the morale of
teachers with master's degrees and of the
teachers without master's degrees as measured
by the Purdue Teacher Opinionaire.
Hypothesis 6 is rejected that;
There is no difference between the morale
of teachers who are married and of teachers
who are single as measured by the Purdue
Teacher Opinionaire.
Hypothesis 7 is accepted that:
There is no difference between the morale of
teachers who have dependent children and of
teachers who have no dependent children as
measured by the Purdue Teacher Opinionaire.
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Hypothesis 8 is rejected that;
There is no difference between the morale of
teachers who have taught over three years
and of teachers who have taught less than
three years as measured by the Purdue Teacher
Opinionaire.
Hypothesis 9 is rejected that;
There is no difference between the morale of
teachers who have worked in the present system
for ten years and of teachers who have worked
less than ten years as measured by the Purdue
Teacher Opinionaire.
CHAPTER V
SUMMARY, DISCUSSION, CONCLUSIONS, IMPLICATIONS
AND RECOMMENDATIONS
This study is concerned with the relationship between
teacher morale and selected demographic factors of school
principals and teachers. More specifically, an attempt was
made to determine the relationship between teacher morale
and the Size of Faculties, Race of Principals, Race of the
Teachers, Levels of Education, Marital Status, Number of
Dependent Children, Years in the Profession, and Years of
Teaching in the Present System.
The research sample for this study is comprised of the
163 teachers and fourteen principals in the fourteen Title I
elementary schools of the Fulton County, Georgia, School
System which is adjacent to the city of Atlanta, Georgia.
The Purdue Teacher Opinionaire is a 100-item, self-
report, teacher morale instrument that yields ten separate
factor scores and a total score. The factors are as follows:
Teacher Rapport with Principal, Satisfaction with Teaching,
Rapport among Teacher, Salary, Teacher Load, Curriculum Issues,
Teacher Status, Community Support of Education, School
Facilities and Services and Community Pressures.
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Specific Hypotheses. The problem and its solution posed
by this research were formulated around the nine (9) specific
hypotheses:
Hypothesis 1: There is no difference between the
morale of teachers who are members of
small faculties and of teachers who
are members of large faculties as
measured by the Purdue Teacher
Opinionaire. The null hypothesis of
no difference was accepted.
Hypothesis 2: There is no difference between the
morale of teachers who are working with
white administrators and of the
teachers who are working with black
administrators as measured by the
Purdue Teacher Opinionaire. The null
hypothesis of no difference was
rejected.
Hypothesis 3: There is no difference between the morale
of teachers who are working with male
administrators and of teachers who
are working with female administrators
as measured by the Purdue Teacher
Opinionaire. The null hypothesis of
no difference was accepted.
Hypothesis 4: There is no difference between the
morale of black and white teachers as
measured by the Purdue Teacher
Opinionaire. The null hypothesis of
no difference was rejected.
Hypothesis 5: There is no difference between the
morale of teachers with master's degrees
and the teachers without master's
degrees as measured by the Purdue
Teacher Opinionaire. The null hypothesis
of no difference was accepted.
Hypothesis 6: There is no difference between the morale
of teachers who are married and of
teachers who are single as measured by
the Purdue Teacher Opinionaire. The
null hypothesis of no difference was
rejected.
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Hypothesis 7; There is no difference between the
morale of teachers who have dependent
children and of teachers who have no
dependent children as measured by the
Purdue Teacher Opinionaire. The null
hypothesis of no difference was
accepted.
Hypothesis 8: There is no difference between the morale
of teachers who have taught over three
years and those who have taught less
than three years as measured by the
Purdue Teacher Opinionaire. The null
hypothesis of no difference was
rejected.
Hypothesis 9: There is no difference between the
morale of teachers who have worked in
the present system for ten years and
the teachers who have worked less than
ten years as measured by the Purdue
Teacher Opinionaire. The null hypothesis
of no difference was rejected.
Siommary
The findings of this study seem to warrant the following
discussion.
The results of this study indicate that teacher morale
is related to the following factors; Race of Principal, Race
of the Teacher, Marital Status, Years in the Teaching Pro¬
fession and the Number of Years Teaching in the Present System.
On the other hand, there were no relationships found between
Teacher Morale and Size of Faculties, Sex of the Principal,
Level of Education and Number of Dependent Children.
Discussion
The first hypothesis is concerned with Size of the
Faculties and its effect on the morale of teachers. An exam¬
ination of table 1 reveals no significant difference between
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small and large faculties as it affects morale. There appear
to be no studies in education about the Size of the Faculties.
However, a study by R. E. Schultz about teacher morale and
the Size of the Community revealed no significant difference
just as the findings of this study indicated that teacher
morale and the Size of Faculties did.®^
Hypotheses 2 and 4 were concerned with the Race of the
Principal and Teachers, respectively. The data indicate the
existence of a relationship between teacher morale and race
of principals and teachers. As discussed in chapter two, there
appear to be no studies in the literature concerning teacher
morale and the race of principals and/or the race of teachers.
The research does reveal that several studies dealing with
race, self-esteem, and self-image as well as other feelings have
been conducted. Further, it is interesting to note that the
mean morale score for teachers under the supervision of white
administrators was 303.69, while under black administrators
it was 280.77 with a difference of 22.91 in favor of the
white administrators; whereas, for the white and black teachers,
the mean morale scores were 289.35 for white respondents and
320.68 for the black teachers. A possible explanation for the
significant difference between the mean morale scores of
teachers under the supervision of black and white principals,
respectively, could be attributed to the difference in the
64R. E. Schultz, "Keeping up Teacher Morale," Nation's
Schools (October 1952); 53-56.
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way that teachers' perceptions of the professional and social
image of black principals as contrasted to the teachers'
perceptions of the professional and social image of white
principals.
This point of view is reinforced by the research of
Hastor, Schneider and Polefka, pertaining to the perception
process. They conclude: "The way in which people perceive
other people determines their joys and satisfactions and
can cause sadness and pain.®^ Other researchers, such as
Stagner,66 Haire,67 and Bogardus®^ also have arrived at this
conclusion.
In addition, it appears to be highly probable that the
principles of "social distance" and the interpersonal attrac¬
tion theories also support this point of view that personal
perception may have an influence on teacher morale.
Hypotheses 6, 8 and 9 were concerned with marital status,
years in the teaching profession, and years in the present
system, respectively. Some discussion is warranted con¬
cerning the relationship between teacher morale and the
above mentioned variables.
65a. H. Hastor, D. J. Schneider, and J. Polefka, Person
Perception (Reading, Massachusetts: Addison-Wesley Publishing
Company, 1970) , pp. 1-7.
^®Ross Stagner, "The Psychology of Human Conflict," in
The Nature of Human Conflict, ed. E. B. McNeil (Englewood
Cliffs, New Jersey: Prentice-Hall, Inc., 1966), pp. 45-63.
67Mason Haire, "Role-Perceptions in Labor-Management
Relation: An Experiment Approach," Industrial Relations
Review (August 1955): 204-216.
68e. S. Bogardus, "Measuring Social Distance," Journal
of Applied Sociology (1952): 9, 299-308.
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First, Suehr supported the finding that: "High morale
teachers were more often teachers who had taught longer and
remained in the system.69
The results of the present study are in general agree¬
ment with the study by Suehr.
Some of these results were anticipated. For instance,
the overall morale of teachers under the supervision of white
principals was significantly higher than the overall morale
of teachers under the supervision of black principals. A
possible explanation of this could be that the total sample
of teachers was comprised of 88 percent white teachers and
12 percent black.
It appears that black and white teachers are more
comfortable under the supervision of white principals. The
question thus presents itself: Why is the morale of teachers
higher under white principals than it is under black prin¬
cipals? The researcher is of the opinion that the integration
of the personal goals of teachers with those of the school's
goals has occurred to a higher degree than it has under the
supervision of black principals. Or is it because white
principals seem to attract better teachers and white schools
usually have better equipment and supplies? Is it that
teachers can relate better in a positive manner with white
principals than black principals? Is it the perception of
69John H. Suehr, "A Study of Morale in Education"
(Unpublished Ed.D. dissertation. University of Colorado,
1961), p. 45.
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the teachers? Personal perception is extremely important to
understanding morale because individuals perform on the
basis of what they think. These are questions for further
research.
The morale of black teachers appears to be higher than
white teachers under the supervision of both black and white
principals. However, the difference is not supported by the
"t" test.
A possible reason is that black teachers have been
exposed to negative-conditioning experiences and the
experiences have prepared them to tolerate adversity and to
accept as their responsibility a better understanding of the
kinds of concerns that are taking place as we move from
segregation to integration. In addition, black teachers,
perhaps, did not allow race identity to unduly influence
their morale manifestations.
On the other hand, white teachers are not accustomed
to working in an integrated or multicultural environment.
In the second instance, white teachers are accustomed to
working in situations where they have the fullest freedom of
expression of their differences with decisions and procedures.
Furthermore, the black teachers have more favorable
perceptions of the professional efficiency of white prin¬
cipals which might have been conditioned by the ideas and
practices of the slave system from which they are heirs.
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Conclusions
The findings of this study lead to the following
conclusions:
1. The size of the faculties, that is, large schools
compared to small schools, has no significant
relationship with teacher morale.
2. The race of the principals has a meaningful relation¬
ship with teacher morale.
3. The sex of teachers has no meaningful relationship
with teacher morale.
4. The race of the teachers has a meaningful relationship
with their morale.
5. The level of academic training, that is, the highest
degree earned, has no meaningful relationship with
teacher morale.
6. The marital status of the teachers has a meaningful
relationship with their morale.
7. The number of dependents of teachers has no significant
and/or meaningful relationship with teacher morale.
8. The tenure of teachers in the school system has a
meaningful relationship with teacher morale.
9. The number of years in the profession spent by teachers
has a meaningful relationship with teacher morale.
Implications
The implications that grew out of the findings are;
1. It would appear essential that strategies for improving
race relations pose concerns for teacher education
programs.
2. It would appear essential that the awareness of self
and the self-image have meaningful significance for
administrators, teachers and their support personnel.
3. It would appear that the sex of the administrator is
not an effective factor in his or her usefulness.
4. It would appear that staff stability must become a
high priority concern for the administrators.
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5. It would appear that high teacher morale may be
assured to a greater extent by the selection of
principals, teachers, and support personnel more
accustomed to working in bi-racial and multi¬
cultural personnel organizations.
6. It would appear that the level of education does
not influence how the teacher feels with regard to
group action.
7. It would appear from a philosophical and psychological
viewpoint that teachers assigned to Title I schools
(schools designed to serve school children from low
socioeconomic status already subjected to dis¬
advantaged learning situations and procedures) should
have basic understandings of the learning styles of
the children they will teach.
Recommendations
The major recommendations resulting from this study
are:
1. That pre-service and in-service training should
emphasize better race relations, with particular
reference to black and white educators and support
personnel.
2. That sensitivity training for the training of admin¬
istrators, teachers, and support personnel be
extensively developed and implemented by cooperating
universities, colleges, and professsional teacher
organizations.
3. That the director of personnel, because of the general
stereotypes of sex and marital status, should not
over-emphasize the differences in the employment of
teachers. However, care should be taken to select
the individual that has the potential to enhance the
instructional program.
4. That the boards of education, superintendents, and
principals should place great emphasis on teacher
tenure and other fringe benefits because of their
impact on the general morale of teachers and support
personnel.
That the boards of education, superintendents, and
principals should give serious thought to that of
establishing a bi-racial advisory committee to help
advise them on matters pertaining to race relations.
5.
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6. That a continuous program of training in inter¬
personal relations and morale factors as they
affect the perceptions and images that black and
white teachers have with reference to black and
white administrators should be inaugurated.
7. That the administrators should give serious thought
to recruiting teachers for Title I schools and training
them in the teaching methods and attitudinal behavior
required in the teaching of disadvantaged children.
8. That a study structured around variables or factors
of professional insecurity; such as promotion,
retirement, health, disability benefits and factors
of the Purdue Teacher Opinionaire be conducted to verify
or disprove the present findings as to morale status
of teachers.
9. That a study structured around variables or factors of
different means of communication and the factors of
the Purdue Teacher Opinionaire be conducted to verify
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May 4, 1976
Mr. Hal C. Shields
Assistant Superintendent for
Instructional Services
112 Elder Road, N.W.
Fairburn, Georgia 30213
Dear Mr. Shields:
I am a graduate student at Atlanta University, currently
enrolled in graduate research. The researchable problem
is to explore the relationship of teacher morale with the
size of the faculty, teaching experience, degrees held, and
sex and race of the administrator.
I am requesting permission to conduct the above mentioned
study, using fourteen selected Title I schools in South
Fulton County.
Anonymity is assured by the researcher. The Purdue Teacher
Opinionaire is designed so that each person's responses will
be treated confidentially. What this research study may
contribute to the profession, to teacher welfare, and most
important, to improving the quality of education for young
people is the only recompense I can offer in exchange for
your effort and the amount of time this opinionaire takes.
I hope you will be interested in my findings.







I need your help! I am a graduate student at Atlanta
University, currently enrolled in graduate research. The
researchable problem is to explore the relationship of
teacher morale with the size of the faculty, teaching
experience, degrees held, and sex and race of the admin¬
istrator.
Enclosed is an opinionaire that will take only a few
minutes to complete. If you would take time tonight to
respond to the questions and to return it to me in tomorrow's
mail, I will appreciate it. If you do not have time tonight,
please see if you can spare a few minutes in the next day
or two.
This opinionaire is designed to provide yoilP the oppor¬
tunity to express your opinions about your work as a teacher
and various school problems in your particular situation.
There are no right or wrong responses, so do not hesitate
to mark the statements frankly.
Anonymity is assured by the researcher. The Purdue
Teacher Opinionaire is designed so that each person's
responses will be treated confidentially. What this research
study may contribute to the profession, to teacher welfare
and, most important, to improving the quality of education
for young people is the only recompense I can offer in
exchange for your effort and the amount of time this
opinionaire takes. I hope you will be interested in my
findings.
Please make every effort to return the completed
questionaire by June 7, 1976.
I thank you, in advance, for your cooperation. If
you have any questions or comments feel free to contact me






Mr. Hal C. Shields
Assistant Superintendent for
Instructional Services
112 Elder Road, N.W.
Fairburn, Georgia 30213
Dear Mr. Shields;
I am deeply thankful to you for granting me permission
to conduct a research study I hope will be beneficial
to you, other administrators and all teachers.






Mr. C. A. Ingram, Principal
2807 Burton Road, N.W.
Atlanta, Georgia 30311
Dear Participants:
I am deeply thankful to you and your teachers for the
cooperation and assistance in a research study I hope
will be beneficial to you and all teachers.






The Purdue Teacher Opinionaire
SOI® FACTS ABOUT YOU AS A .PSHSOH
1. Circle yoiir present status. Single ^^a^ried. Divorced TUdowed,
2. Circle the number of dependent children. 0123 U 5^78
3. Circle the approximate number of credits you now hold above the highest
degree you have completed. 0-10, 11-20, 21-30, 31 +.
ii. Circle your race: black, white, otter.
5. Circle the years you ha.ve been engaged in educational profession. 1-3>
14-6, 7-10, 11-20, 21-23, 26 *
6. Circle •tee number of, years you have-been iit your present school sy&tem.
1-3, li-6, 7-10, 11-20, 21 +
. Forms A and B Combined
THE PURDUE TEACHER OPINIONAIRE
Prepared by Ralph R. Bentley and Averno M. Rempel
This instrument is designed to provide you the opportunity to express your opinions about your
work as a teacher and various school problems in your particular school situation. There are no right
or wrong responses, so do not hesitate to mark the statements frankly.
FORM A USE WHEN RECORDING RESPONSES ON OPINIONAIRE
DIRECTIONS FOR RECORDING RESPONSES ON OPINIONAIRE
Fill in the information below. You will notice that there is no place for your name. Please
do not record your name. All responses will be strictly confidential and results will be reported
by groups only. DO NOT OMIT ANY ITEMS.
School — — Date — —
month day year
Age Sex Highest Degree Completed
Read each statement carefully. Then indicate whether you agree, probably agree, probably
disagree, or disagree with each statement. Mark your answers in the following manner:
If you agree with the statement, circle “A” :• 09 PA PD D
If you are somewhat uncertain, but probably agree with the statement,
circle “PA” ^ ^
If you are somewhat uncertain, but probably disagree with the state-
ment, circle “PD” A PA D
If you disagree with the statement, circle “D” A PA PD (d
FORM B USE WHEN RECORDING RESPONSES ON SEPARATE RESPONSE CARO
DIRECTIONS FOR RECORDING RESPONSES ON RESPONSE CARD
A separate answer card is furnished for your responses. Fill in the information requested
on the answer card. You will notice that there is no place for your name. Please do not record
your name. All responses will be strictly confidential and results will be reported by groups
only. DO NOT OMIT ANY ITEMS.
Read each statement carefully. Then indicate whether you agree, probably agree, probably
disagree, or disagree with each statement. Mark your answers on the separate answer card
in the following manner:
If you agree with the statement, blacken the space
If you are somewhat uncertain, but probably agree with the state¬
ment, blacken the space
If you are somewhat uncertain, but probably disagree with the state¬
ment, blacken the space
If you disagree with the statement, blacken the space
All marks should be heavy and completely fill the answer space. If you change a response,
erase the first mark completely. Use No. 2 or special mark - sense pencil. Make no stray
marks on the answer card. Please do not mark this booklet.
A PA PD D
1 n n n1 PA PD 0f <u KJ u
n 1 n n
A 1 PO 0u I u u
n n • o
A PA 1 Du u i u
n n n •
A PA PO 1
u u u 1
1. Details, “red tape,” and required reports absorb too much of my time A
2. The work of individual faculty members is appreciated and commended by our
principal A
3. Teachers feel free to criticize administrative policy at faculty meetings called by
our principal A
4. The faculty feels that their suggestions pertaining to salaries are adequately
transmitted by the administration to the board of education A
5. Our principal shows favoritism in his relations with the teachers in our school A
6. Teachers in this school are expected to do an unreasonable amount of record¬
keeping and clerical work A
7. My principal makes a real effort to maintain close contact with the faculty A
8. Community demands upon the teacher’s time are unreasonable A
9. I am satisfied with the policies under which pay raises are granted A
10. My teaching load is greater than that of most of the other teachers in our school....A
11. The extra-curricular load of the teachers in our school is unrea.sonable A
12. Our principal’s leadership in faculty meetings challenges and stimulates our pro¬
fessional growth A
13. My teaching position gives me the social status in the community that I desire ...A
14. The number of hours a teacher must work is unreasonable A
15. Teaching enables me to enjoy many of the material and cultural things I like A
16. My school provides me with adequate classroom supplies and equipment A
17. Our school has a well-balanced curriculum A18.There is a great deal of griping, arguing, taking sides, and feuding among our
teachers
19. Teaching gives me a great deal of personal satisfaction A
20. The curriculum of our school makes reasonable provision for student individual
differences A
21. The procedures for obtaining materials and services are well defined and efficient ...A
22. Generally, teachers in our school do not take advantage of one another A
23. The teachers in our school cooperate with each other to achieve common, per¬
















. PA PD D
. PA PD D




. PA PD D
PA PD D
Continue with item 24 on next page
[2]
24. Teaching enables me to make my greatest contribution to society A
25. The curriculum of our school is in need of major revisions A
26. I love to teach A
27. If I could plan my career again, I would choose teaching A
28. Experienced faculty members accept new and younger members as colleagues A
29. I would recommend teaching as an occupation to students of high scholastic ability....A
30. If I could earn as much money in another occupation, I would stop teaching A
31. The school schedule places my classes at a disadvantage A
32. Within the limits of financial resources, the school tries to follow a generous
policy regarding fringe benefits, professional travel, professional study, etc..... A
33. My principal makes my work easier and more pleasant A
34. Keeping up professionally is too much of a burden A
35. Our community makes its teachers feel as though they are a real part of the
community A
36. Salary policies are administered with fairness and justice A
37. Teaching affords me the security I want in an occupation A
38. My school principal understands and recognizes good teaching procedures A
39. Teachers clearly understand the policies governing salary increases A
40. My classes are used as a “dumping ground” for problem students A
41. The lines and methods of communication between teachers and the principal in
our school are well developed and maintained A
42. My teaching load in this school is unreasonable A
43. My principal shows a real interest in my department A
44. Our principal promotes a sense of belonging among the teachers in our school. A
45. My heavy teaching load unduly restricts my nonprofessional activities ...A
46. I findmy contacts with students, for the most part, highly satisfying and rewarding... A
47. I feel that I am an important part of this school system A
48. The competency of the teachers in our school compares favorably with that of
teachers in other schools with which I am familiar A
PA PD D
. PA PD D
PA PD D
. PA PD D
PA PD D
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. PA PD D
PA PD D
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- PA PD D




. PA PD D
. PA PD D
Continue with item 49 on next page
[3]
49. My school provides the teachers with adequate audio-visual aids and projection
equipment - A- PA PD D
50. I feel successful and competent in my present position ..A PA PD D
51. I enjoy working with student organizations, clubs, and societies A PA PD D
52. Our teaching staff is congenial to work with A PA PD D
53. My teaching associates are well prepared for their jobs A PA PD D
54. Our school faculty has a tendency to form into cliques A PA PD D
55. The teachers in our school work well together A PA PD D
56. I am at a disadvantage professionally because other teachers are better prepared
to teach than I am A PA PD D
57. Our school provides adequate clerical services for the teachers A PA PD D
58. As far as I know, the other teachers think I am a good teacher A PA PD D
59. Library facilities and resources are adequate for the grade or subject area which
I teach A PA PD D
60. The “stress and strain” resulting from teaching makes teaching undesirable for me....A PA PD D
61. My principal is concerned with the problems of the faculty and handles these
problems sympathetically A PA PD D
62. I do not hesitate to discuss any school problem with my principal A PA PD D
63. Teaching gives me the prestige I desire A PA PD D
64. My teaching job enables me to provide a satisfactory standard of living for my
family A PA PD D
65. The salary schedule in our school adequately recognizes teacher competency A PA PD D
66. Most of the people in this community understand and appreciate good education A PA PD D
67. In my judgment, this community is a good place to raise a family A PA PD D
68. This community respects its teachers and treats them like professional persons A PA PD D
69. My principal acts as though he is interested in me and my problems A PA PD D
70. My school principal supervises rather than “snoopervises” the teachers in our
school A PA PD D
71. It is difficult for teachers to gain acceptance by the people in this community A PA PD D
72. Teachers’ meetings as now conducted by our principal waste the time and energy
of the staff A PA PD D
Continue with item 73 on next page
[4]
73. My principal has a reasonable understanding of the problems connected with my
teaching assignment A PA
74. I feel that my work is judged fairly by my principal A PA
75. Salaries paid in this school system compare favorably with salaries in other sys¬
tems with which I am familiar A PA
76. Most of the actions of students irritate me A. PA
77. The cooperativeness of teachers in our school helps make my work more
enjoyable : - A PA
78. My students regard me with respect and seem to have confidence in my profes¬
sional ability A PA
79. The purposes and objectives of the school cannot be achieved by the present cur¬
riculum A PA
80. The teachers in our school have a desirable influence on the values and attitudes
of their students A PA
81. This community expects its teachers to meet unreasonable personal standards A PA
82. My students appreciate the help I give them with their school work A PA
83. To me there is no more challenging work than teaching A PA
84. Other teachers in our school are appreciative of my work A PA
85. As a teacher in this community, my nonprofessional activities outside of school
are unduly restricted A PA
86. As a teacher, I think I am as competent as most other teachers A PA-
87. The teachers with whom I work have high professional ethics A PA
88. Our school curriculum does a good job of preparing students to become enlight¬
ened and competent citizens A PA
89. I really enjoy working with my students A PA
90. The teachers in our school show a great deal of initiative and creativity in their
teaching assignments A PA
91. Teachers in our community feel free to discuss controversial issues in their classes....A PA
92. My principal tries to make me feel comfortable when he visits my classes A PA
93. My principal makes effective use of the individual teacher’s capacity and talent A PA
94. The people in this community, generally, have a sincere and wholehearted interest































Teachers feel free to go'to the principal about problems of personal and group
welfare
This community supports ethical procedures regarding the appointment and
reappointment of members of the teaching staff
This community is willing to support a good program of education
Our community expects the teachers to participate in too many social activities...
Community pressures prevent me from doing my best as a teacher
I am well satisfied with my present teaching position
.A PA PD D
.A PA PD D
A PA PD D
A PA PD D
.A PA PD D
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